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TRAVELING TOWARD COMPETENCE

The California State College

Child Development Associate Projuct

BOOKLET IV: TRAINING THE TRAINERS

by

Dorothy Muirhead Campbell
CDA Coordinator, California State College
California, Pa.

To the California State Coliege

Child Development Associate Field Site Supervisors

This set of booklets is dedicated wis™ great appraciation and atfection
to «the ten field site supervisarse.. the Calfornia Stare College CDA
Program, This group of /'m//'v:ﬁ/a/s has been continuously involved with
the /)ro,"e’br since its beginning, first s trainees and then as field site
supervisors. Their involvement has becn characterized by great conurii:-
ment, determinatior  flexibility, and purpose. They, more than anyon»
else, have directed the course of the pr..ject and shaped its rhilosopny. My
thanks to '

Selly Aber Loretta Hegans
Beverly Aftman Joanse Myt
Judy Daly Hene Reed
Betty Duritsa Bob Summner
Ann Gaydos - Regina Youny
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The CDA pilct project reported herein was performed pussuant to a Grant
from the U. S. Office.of Child Development, Department of Health,
Educaticn and Welfare. However, the opinions and recommendations
expressed herein do not necessarily reflect the position or policy of the
U. S. Nffice of Child Development, and no oif.cial cndorsement by the

U. S. Office of Child Development should be inferred.
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TRAINING THE TRAINERS

The Multiplier Effect: A Model for Traitiing Trainers

INTRODUCTION

.

The Cabitornia State college CDA treinivg project i tiw onty pilot
whose design called foran intensive training of field site «apervisors, ™ I,
the Califoroia. Pennsylvania model ten classroom teachete and Progam
edacational divectors were trained in botr CDA and tield SUPCTVISIC
corpetencies. In the second phase of the project these peonle hecame the
fiela site supesvisors tor others. Because of  the uniqueaess ol the
multiplivr etfect model, e, cach one teach one’™, the pilot has gained a
great deal of expuertise in the area of field site supervision and has
confirmea our own beliet that the quality of field site SUPLTVISION iy the
most signiticant factor in the taining experignee of o CDA. Competent
Breld site supervisors are eritical to quality CDA training.

The three major asstimptions that undergird the material reported in
this booklet address the achicvement of quality supervision, They are:

1. Trainers tend 1o train the way thev've been traived. A naturgl
inplication of this assumption s that the training received by
trainers should be o model of the approach they themselves will be
asked to use.

2. When selecting field siw supervisors a program may be determining
success or failure for the entre training effort. This assumption

» speaks not only to the importance of the field site supervisors, but
also 1o the importance of the $election process.

3. Teachers are better left alone tnan me.ely tampered with by field
site sup2rvisors. This speaks to the quality of supervision required to
make this treining meaningful. Some well-intentioned supervision
Mmdyv he no more than superficial and thus ineffectuat,

"NOTL. Throughout this booklet the terms trainer and ficid site SUPETVISOr

will be used interchangeably, 6
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RATIONALE

From out expeoence g basic tationale for training tramers has been
devetoped. Qur 1 assumption states that pedple tend to tain the way
they themselves were trained. This s true of ULlll"H[S: teachers, and alvo
CDA feld site supervisors, Pointed examples are not diitficult tagfind. In
our own region g field site supervisor, awho owas i a himanistically -
atiented college program s nowe suceeedimg me butlding o humamstic
pelationship with her trainees. Other field site supervisors awho hawe
completed traditional course hased college programs continue to anproach
CDA training through tiaditionat means. Although they have unigue
Stiengths, neither totely meet the criteria established for COA training. A
vital need on the part of the field site supervisot 1s 1o expenience traieing
parateling the style ot instruction to be implementoed

CDA is a madel of competency-tiased traimng for teachers, Similarly,
freld site suporvisors need traming based upon stated competencies. CDA
reguites tha oreschool teachers have individualized training. Field sie
supetvisors o have individual needs and become Brusttated with groun
experivness vhich can’t focus onindividual problemes. CDA guadelines
have said the preschool tachers need compaetent me als Obviously field
site superviesors would greathy beaefir from comy etent models ot TDA
g,

The rational supports this canunary of trammg goale foo the tiele sige

SHDCTVSOL

AL Exoeriencing competensy bhased traming

The field site supervisor experiences a style of training paratleting the
competency -based approach that will be implemented. All training
should be basea on derived competencies. A process for gercrating
these competencies is presented modetail turther ono An individu-
slived anaiysis of needs should form the hasis of the training plan.
Competence achievement should be documented. The fieid site
supervisor should experience personalized counseling which models
th approach s he should provide to trainees,

B. Acquiring supervision competencies

Irdividual field site supervisors shouid be involved i cssessing their
owr supaervision competencies. An emphaosis should be placed upon o
problem-solving cycle which climinates barriers te competence.
From this process emerges an individualized training tan for the
cdevetopment of specitic competencies.

A list of supervisicn role functions and tasks developea by California
State College is included in th. booklet These form the basis for our
derived supervision competen-s. Since the rofe definition adopted by all
programs will vary, a process for generating unigque competencies from a

list of tasks is outlined here.

r7
]
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A Process fur Generating.Job-Related Competencies

1. Task Analysis

cnd Product: A complete set of tasks required by o ospecific j0b,
organized and consolidated under major jub functions

2. Self Assessmuent of Tasks

End Product: S of scores indicating competenee in dealing with task
persondl value of task, aend impact o task oo overall Jjob performance.

3. Counseling Session

End Product: Selection of task{s) which torm the basiv of the initial
training plarn.

4. Brainstorming Session

End Product: Set of competencies i, skifls and knowebedges necessary,
to perform selected raske.

32

Problem-Solving Sessions

End Product: A perzonal training plan based on those competencies
which are presently poartiers to suceesstul task performance.

Above fivesteps repreated many times with all participants of training effore.

6. Clustering of atl Competencies

End Product: A set of competencivs needed to periorm a 1ob organized
such  that those which are related are clustered togethir  under
competency areas.

\‘3

7. Evaluation

End Product: Assembied cvidence indicating whether or not all
competencies are appropriate to the role definition.

Trainer Functions and Tasks

The following trainer functions apply to field site supervisors in
competency-based training ~programs <uch as CDA. Following each
function is a list of tasks related to the function. These functions and tasks
inevitably reflect a specific philosophy of training, in this case that of the
California State College CDA Project. The field site supervision functious
and tasks are: 8

3
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I. A field site supervisor onents the trainee to the child care cen-2r and to
the CDA training program.

A.

Orientation to the chilll cae center

1. Introduce the trainee to the established philosophy and goals of
the center.

2. Introduce the trainee to the daily schedule, routines, and rules of
the center, )

3. Clarity the functions and expectations for afl staff in the center,
including the trainee.

4. Engage the trainee in ongoing evaluation of the consistency of
program implementation w’ 1 the stated philosophy and goals.

5. Orient the trainee to the building and materials.

6. Include the trainee in staff meetings. -

7. Acquaint trainee with emergency procedures in the center.

. Orientation to CDA training

1. Clearly define the commitment of trainee, center staff, and CDA
program statf to cach other.

2. Clearly explain how CDA training differs from traditional
training.

3. Explain the pioneering/experimental features of the TDA pro-
gram,

4. Clarify the refationship of the focus of the CDA training program
to the goals of the center.

5. Explain the competency statements in language understandable
to the trainee.

6. Provide the trainee with information and materials on the CDA
training effort.

I1. A field site supervisor provides ongoing assessmient and docume:ntation
of a trainee’s competence.

A.

Observation of the trainee

1. Focus observaticn on a single competency statement or a few at a
time.

2. Inform the trainee in advance of the focus of your observation.

3. Irwolve the trainee in the creation or &dlection of an appropriate
observation guide fogused on specific behavioral indicators of
competence. " ;

4. Keep a record of those observation guides which most success-
'fully provided useful information.

5. Use video-tapes 1o aliow for self-observation,

. Documentation

1. Develop a portiolio for each traince in which records will be kept.

2. Involve various people in contributing to the portfolio.

a9
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Use observation guides and produrts of the trainee as documen-
tation, )

- Clearly indicate the competency and behaviaral objective that an

observation guide or product is documenting.

Provide vverall profiles and summaries on the trainee’s Progress.
Involve the trainee in self-assessment procedures that docunent
her/bis Qwn perecption of competence,

HE A field site supervisor designs and implements a0 individualized train
ing plan with the trainee. -

A. Problem-Solving

1.

Build the individual training plan around problem areas and,/or
arcas of strong interest and value to the trainee. :

Probe to determine what specitic barriers ex. seventing the
trainee from demoastrating a competency.

. Write bebavioral chjectives which wonld enable the trainee to

remove barriers 1o competence.

. Provide alternative learning strategies which are directly relateg to

improving the quality of life of the children and parents being
served.

Allow trainee to choose personalized strategies for meeting tha
stated objectives from alternatives.

. Clearly establish with the trainee the criteria for dan acceptable

performance in meeting the stated objectives.

Clarify for the trainee the purpose behind every task.

Keep a record of those training st}arcgics which effectively
brought about the desired change in hehavior.

Provide other alternatives for those strategies which do not
succeed in changing behavior,

. Assist trainee in developing rationale and strategies for long-term

application of competency.

B. Education Encounters

1. Orient the trainee to professional meetings and programs.

2. Include trainew in small group sessions and workshops. ,

3. Helys “ainee develop communication skills needed for advanced
tra J.

4. Include trainee in some home visits, parent conferences, and
parent meetings. ‘

5. Introduce trainee to professional publications, often suggesting
specific articles.

6. Introduce trainee to the community.

5
10
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IV, A freld site supervisor models competent behavior tor the trainee.

C. Integration of academic and field experiences

1.

(6]

Provide information to the project coordinator about the needs
ot the trai}_w_eu and the needs of the cun“t{'r that would be relevant
1o setting up-course work. ‘
Focus frainee’s attention on obscrving children’s behavior in
mdany dimensions

Verbalize how what is happening in the classtoom relates to child
development theory. AR -

Encourage trainee to question practices in light of theory or vice

VIS,

Point out i edvance critical-erroin, to be avoided and common
false assumpt:ons.: )

. Share with trainee plans for own continuation of professional growth,

. Model the role of Tearner as well as supervisor

A
B
C. Demonstrate COA competencies.
D

-

. Point-out the behavior of childien as o consequence ot one teaching

strateqy as opposed to another.

E. Clarify long-term etfects on children as a conseqguince ot one

teaching strategy as opposed to another,

B Work dlongside trainee to provide another view of teaching,

G. Provide alternative models of competent teaching through films,
video tapes, field trips, ete. :

A field Fte supervisor provides professional counseling, according to

individual trainee needs.

A. Clarity values of trainee

1.

(6]

Help trainee to descrrbe her his own phoosophy - goals and
assumptions about children.

Help trainee determine her his own set of classroom rules and
routines,

Allow traince opportunities to experiment with new ideas, even
though they are not familiar o1 consistent with your approach.
Provide strategies and discussion that will allow trainee to clanfy
hur/his professional goals.

Openly discuss different value systems existing i the center and
the profession and how these difrerences might be accommodated.
Help trainge to evaluate whether s'he is acting consistently on
her‘his beliets and values concereng children,

B. Affirm the worth of trainee

1.

Seek the trainee’s perceptions and interpretations in daily

11
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2.

VILA f

svaluation and §. J session.,

Alflow the trainee the opportunity to handle classtoom episodus,
providing support but not interference.

Be open to suggestions, concerns and criticisms from trainee.
Show respect for the feclings and ideas of the trainee, vven when
vou don’t agree with them.

Assume good motives behind the trainee’s behavior, even when
the behavior is inappropriate.

. Set realistic expeetations for the trainee on the basis of her his

stage of development.

Use principles of encouragement and positive reinforcement
through specific and selective praise.

Give trainee recognition for end make use of the strengths
achieved, competencies, positive values and attitudes . he already
OSSESSES,

Actively listen to the trainee.

Take into account a trainee’s priorities for traising.

rovide feedback to trainee on progress
- Help trainee analyze self on video tape.

Reinforce competent behaviors first, then deal with areas needing
improvement.

. Offer alternative patterns of behavior when inappropriate patterns
£Xist,

Discussin conferences eritical incidents as they arise.

. Provide opportunity for trainee to evaluate her -his own perfarm-
ance before making suggestions.

I'nquir(.' to find out trainee’, reasons for behaving as s/he did, or
goals s/he hoped to achieve.

.Depersonalize critical feedback.

. Conduct regularly scheduted conferences with tramee.

5,

teld site s_\lpcrvisor provides resources to assist trainee in gaining

¢
competence,

AP

rovide learning resource center.

/B. Refer trainee to resource persons who might help trainee in
developing competency.

C. Make suggestions for' change indirectly by using media related to
that competency. . ‘

. .
D. Refer to authorities-in early childhood development and education.

E. Involve community resource specialists as the need arises.

F. Guide traipee to appropriate resources for her/his reading and
professional level. :

G. Train candidate to operate video-;ape equipment, '

ERIC
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TRAINING TOWARD QUALITY SUPERVISION

0 speaking of the supervision of classroom teachers, Cogan made the
statement, “Teachers are better left alone than simply tampered with,”"”
This is a strong statument which certainly challenges what | beheve to be a
commonly held myth. The myth is that intervention 1s always helpfal; at
loast it cannot harm anything. Especially in the area of helping
relationships, there is a tendency to believe that warm sincerity quickly
issued is enough to help someone.

Perhaps the widespread belief in this myth is the reason why helpers
intervening on behalf of others become careluss at times ot their own
professionalism. Perhaps it is this myth that is also at the heart of
organizational decisions to save money by increasing the ratio of trainees
to supervisors or by eliminating the expense of training supervisors.

But if the facts were examined, many cases could be cited where
intervention was not helpful, and indeed was harmful. 1t can be assumed
that every relationship, every contact, hds some effect. Furthermore, there
is much evidence to,~document the fact that effects are cumulative.
Therefore, failures are cumulative. Repeated failures to be helped make
one -less and less open 1o future help, This being the case, teachers in
training such as CDA candidates are indued better left alone than simply
tampered with, Therefore, the professional helper, such as a field site
supervisor, should be trained in order to increase the likelihood of positive
outcomes from her/his intervention,

What does it take to intervene it a meaningful, helpful way in the fives
of others? | believi it takes, first of all, a great deal of time. Much of this
time needs 1o be spent on a one-to-one basis so there can develop the
comfortable, non-thieatening refationship that makes helping possible.
Because time costs money, there must also be g commitment of financial
rosource.  But mote  than that, positive intervention requires highty
developed  skills on the part of the jatervenor: interaction  skatls,
problem-solving skills, supuivisory skills, and specialized skills. 1t alse
means an understanding of one’s self. The effective helper understands his
abilities, predispositions, and limitations. Knpowing himself, he consistently
makes the ethical decision to stay within bis range ot competence. Many
things could be added to-the list of - ments such as knowledge,
understanding, clear values, and o philosop pon which to base and 105t
duecisions. ’

Car! Rogers in his book, On Becoming o Person, has keynoted another
requitement for the effective mtervenor. He discussed the predisposition
of most of us to immediately and continually make judgments about
anothuer person. To Rogers 1t is imperative for the helper 1o pritnarily seek
to understand rather than judge another. Understanding can come through
effective listening and objeetive observing.

Robert Carkhutf, an author and researcher an the ared of the helping
relationship, has pointed out anothes requitement  for the effective
intervenor. Carkhuff vitues in @ helper the abitity and willingness to take
a great energy commitinent, He believes such o commitment is necessary i
one is to avoid easy short cuts and is to choose instead the disciptined and
systematic intervention that brings positive results.

13
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Teachers and the childien they teach should not be tampered with, But
neither should they be left atone. They, deserve the competent professional
intervention which facilitates positive growth changes. Therefore, there
must be time, money, and energy committed 1o training quatity CDA field
SHe SUpervisors.,

Most of the training of the field site supervisor should be directed
toward the attainment of specific competencies generated on the basis of a
specific role defininon. However, | have come to the concltusion that
regardless of the phitosophy or trainer role definition adopted by any CDA
program, in order for quality field site supervision to be 4 reality, field site
supervisors should receive direct human telations traintmyg. At one time |
could only defend that position thiough instinet and experence. At this
time | present d critical examindtion of the implications of dircer human
roations teining for field supetvisors based on g review ot curient
resedrch.

‘Morris L. Cogan Clinveal Supervision (Boston, Mass Haonghton Maitthin Company,
1973)p. 15
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Human Relations and Interaction Skills:
A Critical Examination of the Implications of

Direct Hum: Relations Training for Field Supervisors

The altrmate goai o g gt e an s the amprovement of thee
Gty of weovicos receiod by she crtdeenn iy 5 bel ved that o collequal
relationship betes osi d sunervsor and the classtoom teacher can faciitate
mprovement o the competence ot the teacher and thos nnprove the
Guaility  of the services recnvied by children “The teacher needs a
sustained, expert oroaram 1o help hime refinguish bes existing classroom
behavion o tavor of oew hehavion, o program strong snough th help tam
apply such ey competences 1o the specitic condifrons that obtaimn tor
cach chuld, for vac class, and for the teachse hemeebts Sachoa program
Must focus onaneelass supeivision a

Koneping this goal vrmind, T am attemiatimg foaree three questions
based on g review ot curtent cducaiionat and oy chotogeal tesareh The
tist restion oowbether services for chidien aee aitoamatel, e fited by
the umprove: b interpersonal telation skl of thie field sopervsors cootking
worth claastoom  teachers 1ot the second Guestion pethans become
e cess . Thee seeond question byt ther Bead saperyo e canoimprees
et personal relatig il thirongh dicect b elahions traiag Aned

con et knds of Baman telations teainang eomest nroductive?

Since there coas oo eseatch toand which doectty aitenpted to anseve
these gquestions o telation to beedd supervston, ierences st b made
N

Yoy researeh cahich odestly bears ons e Goestions Muchoor the

cooearoh came from the feld of counseting and counselor education

Althongh fesbd wupervnion e dhitfen e fram therae, tien e the
common goal af hoth o mablny e e charactee s a by, ocnnatty
Drottrve tegattd, gerinmeri o aned cone e teree i the bele that et o
Pebatioe Do frot e s posatede qronth Therbare e st that

nigit quaeralize tromestudhes wnich deal wath sneh tebationship mgeechients

Improving Instruction Through Improved Human Relations

FIELD SUPERVISORS’ INTERPERSONAL COMPETENCE ASIT
RELATES TO THE TEACHERléUPERVISOR RELATIONSHIP

o chalden, opnoved

[ order to umprove the guality ot e
teachnr competence s often tequited. Teachers g competence: by
making appropitiate and sustamed changes s thnr hebaacs e stratiegy
commonly applied m fedd ate saperaeron s the ot reqotiation hawd on
toendds and critical incidents deatifiod through anaialysis of data e

SuGGrss 0f thin steategy is highty dependent on g chmate of cooperation

013
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There s some research to mdicate that the interpersonal skills of a
participant may affect e ovree me of such sensitive negotiations. David
Johnson studied three interpersonct variabies i a negotiation situation:
warmth of interaction, wsecuracy of derstanding, and the proposal of
COMpPromises. '

e

Johnson worked with three hypotheses: 1. . that accuracy of
understanding, compared  1h inaccuacy of understanding, will result in
the conviction that one @ . been clearly heard and understood, thus
reducing defensive adherence to ene’s point of view and reducing feelings
of being threatened, and thereby resulting ina willingness to reach an
agreement in negotiations ... 2. 1t is hypothesized that the expression of
warmth, compared to the expression of coldness, will result in moroe
favorable  attitudes  toward actor ... 3. Assuming that proposing a
compromise signals cooperative intent and increases the cooperative forces
in the situation. it is hypothesized that morse agreements will be seached
when compromises are proposed than when they are not.’™

Johnson trained “confederates” to be able 10 do a role reversal so upon
instructions they could expriess wirmth or coldness, accuracy or inac-
curacy, a senes of compromises or a0 compromise. Judges were used to
identify the cotrect condition. Behavioral definitions were given to the
viriables.

I an initial phase of the experimental procedure, group members were
oriented to some negotiations and built commitment 1o a group position
on anissuse, The success of this phase was substantiated by a questionnaire.
fn the second phase the group members negotiated with members of a
second group (the confederates).

Participating 1 the experiment were 128 volunteer college students
who were randomiy assigned to the conditions. The results substantiated
the hypatheses. For instance, in conditions of accuracy of unrerstanding
more agreements were reached {p = .05), the participants felt significantly
more understood (p = .01), and trusted the confederates significanthv more
{p == .05). In conditions of warmtis the confederates were viewed as more
understanding (p - .05), more trusted {(p = .01), and more cooperative (p -
01, In the condition of offering a series of compromises the confederates
were trusted significantly less {(p = .0%), but felt to be more cooperative (p
= .058). More agreements were reached in this condition as hypothesized (p
=.01).

It would appear fram this study that to the exceat that one wishes to
negotiate compronuses and influence a climate of cooperation, he may
benetit from skill in demonstrating «accuracy of understanding, warmth,
and the ability te offer compromises.

1



O

ERIC

Aruitoxt provided by Eic:

FIELD SUPERVISORS INTERPERSON AL " OMPETEC” ASIT

AFFECTS TEACHER INTERPECSONAL O UENCT,

The corestion o i bt v 200 Lo b F e U
o bner o atd oy T et i the et G0 o

Proroe ana Dohaebtb e g deeende o0 s b St sGoeavie s
aradugte stadent e o0 o connselo o g o o T studh
the relationshup of the fever b evioaper a0 Sl e Se e nvisor

toochanges o the nteryease o funeti o og o st st a0 ang oy
trme i the Behavior of the coumnseron inerns 00 e Dace g Nt s

of cmpathy egard gertneness arid concreteness vrete exani -

The hypotheses for this stady were, 710 The supetvisors vl gane in
their rated beeeds OF tunctoonog oo the factlitative core ot dimensions. 2,
The saperves es of e bigh Tancticning supetviaon with netion sigotice

cantly tigher on the cor ot tacilitative dimensions aftor training than the

srppervsers of e Guy Tewed sapervisorss A0 The snpenvisees of the Tow vl
~

fonciionmg superarors wll sot gamn s then fewcels of Banctioning one the

actitative core of dhimenstons unde s the are e ially functioning et a
Fowrer toved than then -,lmvwmn,""

The Biteen sapet e v cducation and ps s chology students wehe
bad complet-d 8000 o more o ther course werk tor the PhD, The
SUet ooy wete carking fiom g vaniety of theoretical hackgrounds, The
jodages who rated the faoiliaiive conditions had o tigh conrelation:
spetiyy 06 regard 90, gentmeness 92 and conceetness 99,

Tape tecordings of the connaelor supervisees as they condueted clivnt

ftercrenss weere tabed one the four dimensions gt sovovseekoatervals, Tapes
of chent therapy sessions of the supervisors vere soharly rated, The
stpeervisetsoyoete then divided mso high and Towefunetionimg groups.
Bocaus of e eited & o parametne statistios were used, The
el condnmed the three hypotheses For by potheses 1 the sigmificance

fewelwas (0 0b)Y and for Bypothesis 2 (< 011

'

A wecond stady L this time conducted sath cnitic teachers and teacher
rainees, also ndicates that tamees move 10 the ditection of then
supwervisor’s Level of iterpersonagl competence. Ttowas hypothesized by
Hoefobo that the 7 quality of mterpersonal processes 1o svhich teacher
ttainees dhe exposed  daning thea practicum experiences would relate

posttively to thedr ownonterpersonag! fanctionimg

1o i study sisteen gradoate students were asagned to Gifteen
papetienced cote teachers for g sis o veeek peood of student teaching (nnd
Fobruary to end of Aarch) Three omethalf hotr video tapes were made on
cach tedehier-critic and toacher-trames 0 Movember, Febroary and Aprnid
These tapes were tated on evely of facibtative functioning 1t was found
that the aritie teachers and ‘tainees subsegutntly exerted g reciprocal
Impdct on oone another durng the six week practices penod, Then tating
oo facthtative functioning tended 1o approsuret sach othet™s more

closely as the practicum petiod progressed.

These e preces of tesedrch pomnt o the dynamie relationship of a

suprery ol and superyvisec in their influente oreach other imoiaterpersonal

R N
functioning. 177
. .
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TEACHERS' INTERPERSONAL COMPETENCE AS IT
AFFECTS PUPIL ACHIEVEMNT

Even il g supervisor's high functioning in human relation skilts would
enable the supervisee, the teacher, 1o increass mterpersonal competence,
the question still remrains as to how this might benefit students.

In Hefele's study with critic teachers and teachers in training, the effect
on the pupils was also examined. His hypothesis was that the quality of
interpersonal processes occurring in the classroom could selate positively
to x')upil achiovement. ’

His study used college supervisors to make judgments about the levels
of pupil involvement in classioom learning. Rate-rerate reliability figures
ranged from 75 to .92, Grade level scores from the Colifornia Achicve
ment Test wede also used. There were 99 chitdren involved.

The teacher devel of tunctioning  predictors was found 1o relate
significantly to the group of ten achievement measures (p< 00071}, 1t was
concluded that reading achievement was definitely related in a signifi
cantly positive direction,

Aspy also related reading achievement 1o the teacher’s interpersonal
functioning. Aspy selecied teachers with high and low levels of emotional
and interpersonal skills. He found that pupils of teachers offering high
levels of empathy, warmth and genuineness demonstrated significantly
greater gains in reading achievement than students of h)w)tm(:ti(mmg
teachers. !

Truax and Tatuimn studicd the relationship between the Duman relation
skills of empatbic understanding, unconditional positive regard, ard
genumeness to children’s school adjustment. Twenty preschool children in
one laboratory school were assessed on thiee levels of adjustment: 1.
adjustment 1o preschool, 2. adjustment o feacher and 3. adjustment to
peers,

The results indicated that the froquency of interaction was sigiificant
for adjustment to school and teacher but not for adjustment to peers (p
.05). Empathy was found to' be significant for all three types of
adjustment {p - 05}, Positive regard was significent {p .05} but
genuinensss was not,
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Improving Interpersonal Functioning Throtigh
Direct Human Relations Training
For Field Site Supervisors

THE POTENTIAL FOR IMPROVING INTERPERSONAL
COMPETENCE THROUGH ENCOUNTER GROUPS

| have reported some evidence which tends to indicate that fietd
supervisors can make an impact upon the quaity of education through
their interpersonal competence. At this point it is perhaps heneficial to
investigate if this competence can be developed through direct human
refations training. '

Encounter groups of varying types are one of the most widely known
and experienced methods for direct human reletions training. But several
nieces of recent research raise serious guestions about thuir effectiveness in
changig behavior rather than merely attitudes. Since it is the development
of competent interpersonal behavior that is being investigated, these
studies are wor th consideration.

Lieberman, Yalom and Miles assessed the impact of eighteen encounter
groups representing fen approaches to personal change. Two hundred nine
college undergraduate volunteers were randomly assigned to the eighteen
groups. A control group of sixty-nine persons was used.

Mezny'changc indices were used, three of which relate to buman
relations: 1. interpersonal constructs, 2. interpersonal orientation, and 3.
interpersonal styles. There were also many sources of data: 1. pre and post
tests, 2. leader ratings, 3. self ratings, 4. peer group ratings of in-group
behavior, and &. external “'social network’” judgments of change. Observers
were also systematically rotated to assess group conditions.

The basic question asked was, “'In what ways and to what degree do
encounter groups change individuals?” Individual outcome measures were
collected prior to the group, immediately after the group, and six months
later. It was interesting to note that the sixteen group leaders used were all
highly experienced and several had national reputations,R

The results indicated that in the self-ratings, 61% reported that their
particular group had changed them in a positive way. These self-ratings
significantly differed from the controls on a number ot behaviors,
clustering in the areas of increased understanding of inner feelings and.
increased  sensitivity  to others. These  favorable judgments dropped
considerably after six months, however. )

There were no significant differences on behavior changes between
experimental and control groups as judged by members of the socidl
network. Many of the change measures did not show major differences
hetween participants and controls, especiatly in the interpersonal areas.

The cumulative index of change revealed that one-third of those who
participated in the groups benefited from them; a little over one-third
remained unchanged; and the remainder experienced some form of
negative change. The most disturbing finding of all was that after several
months 94 per cent of the participants showed evidence of enduring
psychological harm. The researchers  considered  this a conservative

ostimate.
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A STRUCTURED AFPROACH TO HUMAN RELATIONS TRAINING
AS AN ALTERNATIVE TO ENCOUNTER GROUPS

Eqcounter groups as a technique for human relations training for the
most part are operated with a low degree of structure. The nonsstructured
learning covironment is believed to generate o high degree of ambiguity
which would presumably generate emotional involvement of participants
and true representation of each person’s unique style of interpersonal
functioning. ' An alternative to this approsch is training which is
structured.

Levin and Kurtz experimensilly maniputated the degree of strocture in
human relations training of groups and studivd the effects upon
participants’” perceptions of the group experience. The same group leaders
were used in both experimental conditions. A grou  opinten questionnaire
was used to measure the dimensions of ego invoivermen, self-perceived
personality changes and group Gnity. '

There were statistically significant difterences found on the three
variables mentioned such as participants in structured grouns reported
higher levels of ego involvement (p < .01}, greater selt-perceived
personality change {p< :05), and greater-perceived group unity (p < .01).

Archer and Kagan, bowever, in their coraparison of structured and
limited siructure training methods found ro significant differences in self
perceptions. A subjective questionnaire given to students of both kinds of
training indic ted that 93% of the students felt they had improved their
interpersonal/skills to some degree, However, these researchers did find
significant _differences in interpersonal communication skills as measured
by an empathy tests, a self actualization inventory and peer relationship
ratings in favor of the structured groups (p<{.05).

Interpersondl communication skilis training groups using an interper-
sonal-progces.-recall videotape feedback training model were compared
with groups using a limited structure encounter group model and with no
treatment control groups,

Carkhuff designed an integrated didactic, modeling, and experiential
traiming approach to human relations skills which has served as an
alternative to encounter groups.lg Carkhuff's system was-used in several
research studies and found to be effective for training both large and smakl
groups to function at or above minimum facilitative levels.'? '

Butler and Hansen used Carkhuff’s approach to training in order to
investig te these hypotheses: “a. whether counselors initially rated as
heing either moderate or low in facilitative functioning experience
differential efiects from training, b. whether mean léve! of functioning of
each group at the end of training persists over time .. ." 14

The subjects were first-year graduate students in counseling. A random
sample was made of forty pre-rated moderate-level and low-level counse:
lors. The results confirmed previous research indicating levels of facilita-
tion can be increased, Pre-rated. moderates gained 1nore skill from the
training than low-level counselors. Post tramning levels of functioning were
maintained by both groups throughout a four-week latency period.

16 21
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CONCLUSION -

Airer ahes review of research it might be o profoabie 1o tetarn to e
questions posed 3 the mtroduction. s education for childen vltimaerely
benefited by the tnp wved interpessonal telating shitls of the frelag wte
supervisors working with classtoom teachers® 14 svould seem that ta the
extent supeivisGr tracher  cooperative negotiations ate productive 1
reaching decisions which result inimproved  serviees, the supeiviso s
interpersonal skills are unportant, The teseareh also indicat s that teachions
will tend 1o move mthe direction of their supeevisor s evel of functioning
in humar refations skitts, Competent modeling of these dally on the pard

ot the supervisor thus becomes important for the childien o that the

chilaren’s achievernent is related to teacher interpersonal competene:,

Can Held site supervisors benefit from divect humae telations tiaining?
The research seems 1o mdicate that human relations training thrpugh
enceunter groups s successhild in changing attitudes but notinterpersonal
behavior, Other serions GUeSTIOnS sutround cncounter grouts sehieh are.
questions for the supervisor wishing to mereass e personed compateno:

Structured approaches to human elations Lanng appear to be a viable
alternative to vocounter Groups. Changes i behavior vaene degeloped and
maintained through trainmg maedes. 1 appears that field sUpervisors could

bepefit from a stroctured Luman relations trainineg option.
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FOOTNOTES

.. L. Cogan, Clinical Supervision, Boston: Houghton NMafflin Company,

1973, p. 4.

. Ibid., p. 182.
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. David W. Johnson, “Effects of Warmth of Interaction, Accuracy of
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Behavior.” Journal of Counseling Psychology, 1971, 18, No. 3, p. 208.

4. Richard M. Pierce and Paul . G. Schaublu, "Graduate Training of
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. Thomas J. Hefele, 'The Cffects ot Systematic Human Relations

Training Upon Student Achicvement”, Journal of Research and
Development in Education, 1971, 4, Nc. 2, p. 53.

. Other studies such as that done by Pierce, Carkhuif, and Berenson in

“The Differential Effects of High and Low Functioning Counselors
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10.

12.
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interpersonal skills were studied rather than supervisors.

. Op. Cit.

. Morte . %, cieberman, lrvin D. Yalom, and Matthew B. Miles, ""The

‘it of Encounter Groups on  Participants: Some Preliminary
Finuings", The Journai of Applied Behavioral Science, 1972,8, No. 1,
2. 533 :

.7 s Argyris, "“Do Personal Growth Laboratosies Reprecent an

Alte:native Culture?” Journal of Applied Behavioral Science, 1972, 8,
p. 25.

1hid. . 27
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RECRUITMENT AND SELECTION OF
FIELD SITE SUPERVISORS

There is probably rio other single factor more important to the
effectiveness of a competency-based training program than the field site
supervizors employed by the program. 3ut training alone is not the answer.
The recraitment. and selection of field site supervisors is in itself a very
important process, worthy of much time and consideration. There are
special trajts and commitments recuired by such a training effort that
dictate the criteria fer selection.

The following procedure was followsd in recruiting and selecting a
‘group of ten preschool teachers in Western Pennsylvania who were to be -
first CDA trainees themselves and then fiold site SUPLTVISOrs to a-second
generdatian of trainees.

TA:SR}I: NOTIFICATION TO ALL ELIGIBLE
PRESCHOOL PROGRAMS

Information and applicatior: forms were distributed to all Head Start
and Day Care Program Directors in o geographic area. All application
forms required the signature of . a program  administrator who was
sponsoring the applicant. fnvolvement and suppoert of @ prograt director
was viewed as critical for the success of style of training emphasizing
field site supervision. '

TASK 1I: GROUP INTERVIEW

All applicants were invited to attend one of two group meetings at
California State College. These meetings had several purposes. The first
was to provide enough information to applicants to allow them to
realistically decide if this training style was what they were expecting and
wanting. The picture wes presented honestly and realistically so that no
false hopes were encouragcd. Applicants could get all their questions
answered. Some did decide to withdraw once they understood what was
involved, Also, explaining the program in a group setting aflowed other
issues to be given more time in the individual interviews later

Through structured group discussion techniques a second purpose was
fulfilled at this meeting. The selection committee was able to make
decisions about which people appeared to have potential for-becoming
CDA field site supervisors. The commitiee decided to eliminate those
applicants whose values for children were in strong conflict with the CDA
competencies. For example, some strong feelings against parents and their
involvement in preschool programs surfaced  Assertiviaess in the group
discussion was also measured because CDA Laining requires an assertive,
self-directive person who can also listen 1o the ideas of others. Candidates
were sought who made non-judgmental, non-threatening responses indica-
tive of one who is open to learning from others. The committee was also
able to discern those candidates who were able to deal with issues

N
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theoretically as weil as practicallv. It was felt by the ccmmittee that a field
site supervisor must be able to articulate ideas as well as demonstrate
competence through behavior,

However, this group procedure alone would not ffave led to the best
selection of trainees. A visit to the applicant’s center gave an entirely new
perspective.

TASK |I1: CENTER OBSERVATION AND PERSONAL INTERVIEW

The CDA Coordinator visited at the centers of approximately half cf
the original group of applicants. In addition to observing the classroom
set-up, this afforded an opportunity to observe the applicant intcracting

with children and other adults. The applicants had ready a folder of

materials such as daily schedule, lesson plans, educational plans, children’s
records, etc. The sophistication of the program, and to some exient the
applicant, was reflected in these documents. Part of the agenda of this visit
to the applicant’s center was an individual interview with the applicant. At
this time an attempt was made to understand the applicant's educational
attitudes and goals. Time commitments were also discussed. Responsibili-
ties of a CDA trainee were explained in detail. s

This classroom visit and personal interview gave a good indication of
the teacher’s current level of teaching competence. Attitudes .of the
candidates also came to light. Some became uncomfortable with the
experimental, developmentdl nature of the project. Others were excited
about the possibility of helping to shape a new style of training. Some felt
they themselves were not in need of traini]mg in the CDA competencies
before they became field site supervisors. These people were deselected
because of the multiplier effect built into the project design. Some were
unwilling to_make the time and energy commitments required.

K}

TASK IV: SCREENING BY SELECTION COMMITTEE

A selection committee reviewed all the information assembled through
the group interview and center visit. They selected the original group of
CDA trainees who were to be_trained as future “field site supervisors.
However, it was understood Qgﬁat both the trainee and his program
supervisor must he willing to make commitments in the form of an
agreement or contract before final enroliment in the program.

TASK V: DESIGNING OF A CONTRACT

A meeting was held with the anplicant, brogram administrator and
representatives from the training institution. Commitments, guarantecs,
goals, and limitations were articulated by each person involved. if it
became Clear that a program administrator would not support the-trainee
with some release time or would not allow college trainers in the
classroom, the candidate was deselected.

27
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By the end of this recruitment and selection process the trainee already
had a clear understanding of what was expected of her/'him and what s he
could expect from CDA training. Because of this clarity there were no
incidents of disiltusionment, disappointments, serious misunderstandings,
or premature expectations of a credential. Everyone could go about the
job of working toward the goals that had heen establintiod,

CALIFORNIA STATE COLLEGE SELECTION PROCESS

Candidate
Applies
: no Candidare
Group N\ Withdraws
Interview S s
Deselected
\l/ yes |
On-site o Candidadte
Evaluation & \ Withdraws
Poersonal 7 or s
Interview Deselected
\l/ yes )
nao
Scsrff:“;"g by \ Candidate
Co—n:rcniltt’:v / Deselected
' \l/ yes
Design of .
Contract with no Candidate
Candidate & \ Withdraws
Program / 0 -{)rl s |
Supervisor uselectec
\L yes
l Enters
Traiaing 2 8
Program
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